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The purpose of this study was to gather
demographic data relative to Employee Assistance
Programs (EAPs) in Fortune 500 companies with special
reference to African-Americans.
A survey questionnaire was sent to each Chief
Executive Officer by name to each Fortune 500 company
listed in the April 24, 1989 issue of Fortune Magazine.
A total of 358 responses represented a 71.6% return.
Of the 472 counselors reported by 88 companies that
responded to the specific question of ethnicity, 45
(9.5%) were African-Americans. The majority (84.7%)
were Caucasian. The remainder were Hispanic, Asian,
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In President George Bush's War on Drugs Speech on
September 5, 1989, he called for intensified efforts to
save America's workforce and their families from the
ravages of drug abuse via Employee Assistance Programs
(EAPs) in government, business and industry
(Congressional Quarterly Weekly Report. September 9,
1989). President Bush's reference to EAPs is
indicative of their comparatively recent emergence as a
specialty in counseling and human development.
Employee Assistance Programs are counseling
(helping) services provided by employers as a part of
the company's overall employee benefits package (Erfurt
& Foote, 1977). In other words, EAPs are
company-sponsored programs designed to alleviate those
problems which hinder their employees' effective
functioning in the workplace. According to Seescel
(1987), recent estimates suggest that between 2,500 and
8,000 EAPs provide services to 12 to 15 percent of the
American workforce. In order to fully understand and
appreciate the role of EAPs in maintaining and
improving company profitability, it is necessary to
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consider their etiology and evolution in the American
workplace.
The Japanese, for example, have almost dominated
the international markets in automobiles, electronics,
and other products. This phenomenon has baffled
traditional industrial leaders in America and in most
of the Western World. How did this come to pass?
Essentially, it was found that the Japanese
manufacturers have produced high quality products, in
part, because they treat their employees as members of
the corporate family by responding to their total
needs. The employee, therefore, identifies strongly
with the company and treats its products with loving
care and attention to fine detail, thereby, producing a
superior product at a lower cost to the consumer.
Representatives from America and other Western
World countries have visited Japan and have come away
impressed. Consequently, they have recognized that, in
order to insure their profitability in the world
marketplace, they, too, must consider and treat their
workers from a human relations perspective. Thus, the
advent and proliferation of what is called "Employee
Assistance Program Counseling" (Karris, 1986)
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Employee Assistance Programs evolved from the
efforts of business and industry to combat the
significant costs of alcoholism and absenteeism. It is
estimated that alcoholism costs business $26 billion
and absenteeism about five million dollars per year
(Bureau of Labor Statistics, 1985). The first programs
were not very successful because they were located
on-site and employees were reluctant to use their
services for fear of losing their jobs. The employees
were also embarrassed for their coworkers to know that
they were receiving "help" with drinking or other
personal problems. The organization that pioneered
efforts to address the problem of alcoholism in the
workplace was the Association of Labor-Management
Administrators and Consultants on Alcoholism (ALMACA).
In May 1989, ALMACA changed its name to the Employee
Assistance Professional Association (Kirrane, 1990).
Consequently, many EAPs finally moved away from the job
site. Workers could then receive professional helping
services such as counseling, fairly anonymously.
Coincidentally, graduate schools of counseling and
social work began to offer courses in various aspects
of EAP counseling. (Roman & Blum, 1985)
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EAPs today have enjoyed phenomenal growth. The
number of EAPs has grown from 4-6 in 1940 to over
10,000 in 1987. Also, the percent of Fortune 500
companies with EAPs has grown from 25% in 1972 to 90%
in 1988 (Hacker, 1989). Many company and external
contract EAPs now receive employees and their families
in their offices away from the workplace and refer them
to the appropriate agencies and helping professionals
in the community under strict confidentiality. Thus,
the EAP counselor's role in most cases is intake,
diagnosis, education, and referral instead of treatment
(Shain and Growneveld, 1980).
EAP service providers who are employed "in-house"
generally are paid salaries the same as other company
professional employees. External service providers
usually earn their income on a contractual basis with a
single company or more than one in the case of a
consortium arrangement. Such contracts are usually at
a fixed rate per annum based upon the number of company
employees. For example, if Company A has 1,000
employees, it might contract for EAP services at the
flat rate of $100 per year per employee from a service
provider. The service provider’s profits increase if
all employees do not actually use the full array of
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available services during the contract year. EAP
service providers in private practice usually receive
their income from third party payments from insurance
coverage paid for by the company.
Bottom-line costs for employees are essential for
implementing EAPs. American business invests between
$204 million and $758 million annually in EAPs. This
figure does not include the cost of treatment. For
every $1.00 employers invest in EAPs, they recover from
loss an estimated $3 to $5 annually. Employers recover
a total of $612 million to $3.9 billion. The average
cost to replace a salaried worker is $6,175, and the
mean cost to replace an hourly worker is $676 (Kirrane,
1990).
The future of EAPs is indeed bright. (EAP Digest.
1985). EAPs represent an option for persons interested
in a counseling and human development career in a
government, business or industrial setting. The
financial remuneration for EAP counselors is generally
better than in community and school counseling.
(Grimes, 1984).
Significance of Study
Information obtained as a result of this study
should prove useful to African-American professional
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counselors as a comparatively recent career option for
themselves as well as for use in counseling
African-American youth for the same purpose. The
findings of this study should also prove beneficial to
counselor educators in colleges and universities across
the land as they develop EAP programs to train
professional counselors for this new career option with
special reference to the cultural diversity that is the
topic of this study.
The results of this study should benefit the EAP
profession, especially the EAP Clearinghouse for EAP
Information Association that is the profession's
official information center. The results of this study
will be of definite interest to the Ethics and Cultural
Committee of the Employee Assistance Program
Association that seeks to maximize the opportunity for
African-Americans and other minorities to participate
equitably in the EAP profession. It is also reasonable
to assume that the Fortune 500 Companies that are
targeted in this study will be interested in how they
compare with their peers on this issue. Further, it is
felt that the source of the Fortune 500 list. Fortune
Magazine, will be interested as well. Also, it should
be noted that the Reference Department of Black
Enterprise magazine was especially helpful in the
preparation of this study and is interested in its
findings.
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An additional reason that the focus of this study
is significant is illustrated by the following. Maxine
Womble is the Chairperson of the National Black
Alcoholism Council (NBAC), a voluntary, non-profit
organization which was incorporated in 1979. NBAC
works with government agencies and private
organizations as well as community groups and
alcoholism professionals to facilitate alcoholism
education and training in effective intervention and
treatment modalities for Black Americans. Linda
Stenret-Brewer interviewed Ms. Womble regarding Blacks
and EAPs for the Employee Assistance Quarterly
(Stenret-Brewer, 1987). Following is a partial
transcript of that relevant and insightful interview.
Quarterly: It has been observed that there
is a shortage of Blacks in the EAP
profession. What is NBAC's position on this?
Ms. Womble: NBAC, through our Black
Alcoholism Institute, is attempting to
advance information about EAPs. We are
informing people about what EAPs are and how
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they can get into the EAP field. Each year
our Institute includes EAP-related classes
which are taught by either Daniel Lanier, who
works with General Motors, or Muriel Gray,
who works with United Airlines. We have
observed a significant increase in the number
of people attending the Institute who are
already working in EAPs. The more
information we get out, the better we can
dispell the notion that EAPs are mystical
areas for a select few, and make it clear
that the requirements of the profession are
within reach. As EAPs are better understood,
more people will develop an interest in the
EAP profession.
Quarterly: NBAC might also serve as a
resource to EAPs. For example, concern has
been voiced that many EAPs are not culturally
relevant or responsive to the needs of Black
employees. What advice could you offer
existing EAPs to better reach and gain the
trust of Black employees?
Ms. Womble: I think that question is a
very good one, because what has happened is
9
that EAPs have been developed out of
corporate America where there are very few
Black folk in decision-making positions.
Blacks have, therefore, not participated in
corporate decisions to establish EAPs which
would be culture-sensitive. I believe that
Fortune 500 corporations need to be
sensitized to the fact that there are some
cultural differences among employees that
must be recognized especially in their EAPs.
If Blacks are to utilize EAPs, they must
develop a sense of trust in those programs.
If supervisors use the EAP, for example, as a
means to single Blacks out as problem
employees who then can be discharged. Blacks
will not use the program. We have to realize
that racism is not dead, whether it is
obvious or operates subliminally. EAPs must
employ staff with whom Black employees can
identify and feel comfortable about seeking
help without punitive results. Staff should
be trained to relate to employees with
appreciation for their cultural differences.
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Quarterly: How would a strengthening of the
relationship between the EAP coordinator and
the affirmative action officer affect Black
utilization of EAP services?
Ms. Womble: I think the roles go hand
in hand. Employees must believe and feel
comfortable that EAPs are not going to be
used against them. They need this assurance
from the affirmative action officer who can
play an essential role in providing such
assurances. It is my belief that the
affirmative action officer should be one of
the key individuals involved in the design,
implementation and ongoing operation of an
EAP to ensure the legal rights and privileges
of employees and employers. The presence of
affirmative action officers should promote
trust by the employees that they will be safe
from abuse by employers who make
inappropriate referrals to EAP programs.
I could add that corporate America needs
to be sensitive to the fact that Black people
do have expertise and should be considered
for EAP positions when programs are being
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designed. Management needs to consider the
whole range of employees, not just think,
Here's John Doe, he's worked with me at the
corporate level in decision-making before and
I can call on him, for he (John Doe) may be
so removed from the real issues of employees
that they will never trust or utilize the
service. The way to achieve that is to start
employing Blacks in those areas as counselors
and administrators.
Finally, the results of this study will be of
definite interest to the Association for Multicultural
Counseling and Development (AMCD) of the American
Association for Counseling and Development (AACD).
Members of AMCD have served on AACD Task Forces and
Committees concerned with emerging and evolving EAP
issues within the profession nationally.
Statement of Purpose
Although this study covers EAP counseling
professionals in general, the specific reference was to
African-Americans. Consequently, a review of the total
American workforce was conducted to ascertain the
incidence of African Americans present therein.
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African-Americans have always been a part of the
American workforce. Today, they constitute about ten
percent. In April, 1990, there were 13,335,000
African-Americans in the American workforce out of a
total of 123,000,000. (Bureau of Labor Statistics,
April, 1990). Significantly, it is predicted that in
the 1990s, American employers will have to find, hire
and promote more women and minorities because White
males will represent only ten percent of the labor
force growth during that period (Bureau of National
Affairs, Inc., 1990). Because the consumer market will
also reflect these changing demographics, a company's
productivity and competitiveness will depend largely on
how it uses this changing labor force, according to the
above report. Leading counseling professionals
consistently agree that effective counseling must be
multicultural and culture specific in service delivery
(Hilliard, 1986; Sue, 1981; Vontress, 1986; & Nwachuku,
1990). The question becomes, will there be adequate
numbers of multicultural counselors in EAPs providing
culture-specific, multicultural counseling considering
the above demographic predictions? More specifically,
the question here is, to what extent are there
African-American professional counselors presently in
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the EAP ranks? It should also be noted here that
"professional counselor" refers to those with at least
a master's degree in counseling.
The present study sought to determine to what
extent African-Americans were involved in Fortune 500
Companies as professional EAP counselors and certain
demographic information about the EAP programs that
employ them. The Fortune 500 Companies were selected
because they are the largest, most prominent, and
wealthiest corporations in America. In addition, over
90% of these firms were reported to have EAP programs
(Hacker, 1989).
Research Qeustions
Pursuant to the foregoing discussion of Fortune
500 EAPs, the following research questions obtain: (1)
What are the specific demographic characteristics of
these companies? (2) What are the specific demographic
characteristics of these company EAPs? (3) What are
the specific demographic characteristics of these EAP
counselors? (4) To what extent are African-Americans
included in the ranks of these couselors?
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Assumptions
It is assumed that the Fortune 500 Companies are
representative of the American workplace in general.
It is further assumed that the responses of the Fortune
500 Companies to the researcher's survey instrument
represent the true state of affairs as it relates to
the actual employment of African-American professional
counselors in their respective EAPs.
A further assumption is that the person actually
responding to the survey was the appropriate individual
to provide accurate data as required. It is also
assumed that the present growth of EAPs in the American
workplace will continue.
Limitations
The findings of this study should be considered
with the realization that the data gathered, analyzed
and interpreted reflect the African-American
professional EAP counselor condition in Fortune 500
companies as reported.
Definition of Terms
The following terms used in this study are
operationally defined as follows:
15
1. Employee Assistance Programs (EAPs) -
Counseling (helping) services provided by
employers as a part of the company employee
benefits.
2. African-American - Americans of African
descent.
3. Fortune 500 Companies - The largest, most
prominent and wealthiest major corporations in
America as identified in the April 24, 1989
issue of Fortune Magazine.
4. Subjects - Actually each Fortune 500 Company
EAP chief executive officer or his designee
responding in behalf of that company's
African-American professional EAP counselors
and demographics.
5. Professional Counselors - Those counselors
holding at least a master's degree in
counseling.
Evolution of the Problem
Although Employee Assistance Programs (EAPs) have
been in existence in their earlier alcohol- abuse forms
for about 50 years and African Americans have always
constituted a portion of the American workforce, there
is very little in the EAP professional literature
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addressing the historical role of professional
counselors of this ethnic group in the EAP movement.
In fact, at the most recent convention of the North
American Congress on Employee Assistance Programs held
in New York City, August 7-10, 1989, only two African-
American professional EAP counselors presented out of
43 such presentations (North American Congress on
Employee Assistance Programs Preliminary Program
Announcement, 1989).
Additionally, EAPs have literally mushroomed
during this period. The question arises: To what
extent have African-American professional counselors
been included in or are a part of this growth?
Cultural diversity and a multicultural workforce are
major contemporary concerns of professional counselors.
To wit, literally hundreds of conferences, workshops
and seminars are held that address and stress the
critical importance of counselors becoming culturally
sensitive to the increasing diversification of American
society with special reference to the workforce.
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Chapter II
Review of the Literature
Literature relating to African-American
professional EAP counselors is not extensive. Although
Education Resource Information Center/Counseling and
Personnel Services (ERIC/CAPS) and other searches were
conducted, most references used for this research were
news articles, pamphlets, and various papers relating
to EAPs. The information consisted mostly of
recommendations and outlines for various programs.
The items under review in this section will
consist of the following headings: (1) Considerations
for an EAP; (2) History of EAPs; (3) EAP Core
Technology; and (4) EAP Characteristics by Hacker.
Considerations for an EAP
Karris (1986), in a paper presented to the 1986
American Association for Counseling and Development
(AACD) Conference, has listed the following
considerations for an EAP: (1) The EAP should not be a
part of personnel or employee relations; (2) The EAP
office should be located in a "neutral", easily
accessible setting; (3) The EAP director needs to be
visible; (4) The EAP director/staff should be viewed as
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competent and trustworthy; (5) The use of an EAP
Advisory Council with wide representation from various
employee units should be obtained; (6) There should be
strict emphasis on confidentiality; (7) The EAP program
should be continually visible via (newsletters,
brochures, posters, mailings); (8) Prevention
programming (e.g., finances, stress, marital
enrichment)should be developed; (9) Peer referrals
should be encouraged; (10) The EAP should be presented
as a benefit; (11) A support networJc should be
established from all levels including top management
and the union; (12) Emphasis should be on "broad brush"
(comprehensive) approach vs. only alcohol/drug abuse;
and, finally, (13) supervisory training on identifying
and confronting the troubled employee should be
provided.
An EAP has been developed that also provides other
services, such as: (1) Assertiveness Training; (2)
Career Planning; (3) Coping Skills for Working Parents;
(4) Impact of the Aging Process; (5) Listening Skills;
(6) Marital enrichment; (7) Reducing Computer Anxiety;




The National Institute of Alcohol Abuse and
Alcoholism (NIAAA) was a forerunner of what now is
known as an EAP (Roman & Blum, 1985). NIAAA was formed
to attempt to correct deficiencies associated with
rather rigid earlier industrial alcoholism programs.
These earlier programs rested upon instructing
supervisors in the workplace how to directly identify
alcoholic employees. NIAAA pressed heavily for
broadening this approach by providing funds for
programs that had as their goal the maximization of
programs used by employed alcoholics.
This "broadening" by NIAAA led to the expansion of
goals to include attempting to help "troubled"
employees with various problems other than alcohol.
Thus, in the late 1970s and early 1980s, there emerged
proactive educational emphases such as wellness, stress
management, and prevention and health promotion that
are sometimes confused with EAPs (Roman & Blum, 1985).
EAP Core Technology
Roman and Blum list six components of what is
referred to as EAP's Core Technology:
1. identification of employees behavioral
problems based on job performance issues;
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2. provision of expert consultation to
supervisors, managers, and union stewards
on EAP;
3. constructive confrontation?
4. micro-linkages with community resources;
5. macro-linkages with community resources;
and
6. Centrality of employees' alcohol
problems.
EAP Characteristics bv Hacker
Hacker (1989), Director of the Jefferson County,
Colorado Schools EAP, presented a paper at the 1989
American Association for Counseling and Development
(AACD) convention in Boston that addressed the
following areas in EAPs:
1. major models of EAPs;
2. the services that EAPs may provide;
3. types of referrals;
4. exceptions to confidentiality;
5. job opportunities in EAPs;
6. accountability in the EAP field; and
7. other trends in the EAP field.
Hacker also addressed the following EAP items:
(1) Major Models:
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Internal or In House EAP - An employee(s) of
the employer organization who provides EAP services to
employees.
External or Contract EAP - an external EAP
contract group is hired by the employer organization to
provide EAP services to employees.
Other Models - Peer Referral, Union-based, and
Consortium.
(2) Services Provided:
Each organization determines which services
will be provided and how they will be delivered. They
can range from assessment of the problem and referral
to appropriate help to a specified number of free
sessions of counseling.
(3) Types of Referrals:
Self - Employee comes to the EAP on his/her
own—all information shared with the EAP is
confidential without employee's permission to share it.
The role of the supervisors' attitude toward behaviors
of impaired employees has received extensive study
(Bayer & Gerstein, 1988). These researchers developed
the Behavioral Index of Troubled Employees (BITE), one
of few instruments related to EAPs. The BITE comprises
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four valid, reliable factors: industriousness,
resistance, acrimoniousness, and dissaffaction.
Supervisory - The troubled employee's
supervisor refers him/her to the EAP probably based on
job performance problems. The EAP lets the supervisor
know if the employee did see the EAP and if the
employee is going for further help. All other
information is confidential unless the employee gives
permission for the EAP to share it.
Other - Co-workers, unions, family members or
friends can refer employees to the EAP. All
information is confidential.
(4) Exception to keeping everything confidential:
Child abuse, sexual contact with children, potential
suicide or threatened homicide are usually not
confidential, depending on state laws. Some
organizations may have other problems or issues that
cannot be kept confidential by the EAP. (Example:
illegal drug use or dealing.)
(5) Job Opportunities in EAP Field:
In House EAP - Need training in organization
development, business management, clinical diagnosis
and treatment, and substance abuse intervention and
treatment. Many organizations hire someone who is
already in their organization.
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Private Provider for EAP Referrals - Need
training in clinical diagnosis and treatment; be
licensed or accredited, depending on state laws; able
to receive third party payments; and understand EAPs.
Most troubled employees have situational problems that
need short term counseling. Some understanding of
substance abuse is also an asset.
Contract EAP - Need all of the above training
plus marketing skills. Some contract EAPs have
counselors who provide treatment, clinicians who do the
assessment and referral; and administrators who also do
marketing.
(6) Accountability
(A) Employers will expect EAPs to prove
they are effective, that they do
help improve job performance, that
they are cost effective and that
their services cannot be found
elsewhere.
(B) Organizations are concerned about
laibility and malpractice suits.
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1. Want credentialed and
well-trained EAPs that can be
defended in a legal suit.
2. May use contract services which
have their own malpractice
insurance and/or licensed
practitioners with advanced
degrees who are also insured.
(C) Increased use of computerized
programs to aid in data collection
and statistical analysis of an EAP.
(D) EAPs may be asked to work more
closely with benfits department on
health care cost containment and
insurance. (managed health care)
(E) May have to monitor a drug screening
program as well as some treatment
for substance abuse.
(F) Increased number of EAP training
programs and classes so that more
EAPs have advanced degree staff.
(G) Increased number of EAPs with EAP




(A) Less emphasis on alcohol
intervention and treatment as the
main emphasis of EAPs and more
emphasis on "Broad Brush"
(comprehensive) programs.
(B) More involvement with prevention
programs, such as wellness and
education.
(C) More EAPs doing organization
interventions (Note: By definition,
an EAP assumes the employee has the
problem. It may be that there is a
problem in the organization or in
the workplace, and the employee's
behavior is an understandable
reaction to an unhealthy situation.
The EAP may decide to intervene in
job/workplace problem rather than
with the individual employee.)
(D) More encouragement and growth in
number of self referrals over
supervisory referrals.
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(E) In-house programs will offer more
short term counseling, as well as
support groups and after care groups
for substance abuse.
(F) More treatment providers setting up
EAP programs which do not follow
traditional EAP guidelines and
philosophy.
In summation, the following major statements were
obtained from the literature reviews. First, there is
virtually nothing pertaining directly to the incidence
of African-American professional counselors in the
American workforce. Secondly, EAPs evolved from
addressing the problems of industrial alcoholism to
"broad brush" (comprehensive) counseling programs that
address a wide variety of worker/family problems as
they impact on worker productivity and company
profitability. Thirdly, EAPs are growing in general in
the workplace with special reference to the Fortune 500
Companies that are surveyed in this study. Fourthly,
EAPs represent another fairly recent work environment
option for counselors. Finally, the increasing
multicultural diversity of the American workforce will
27





This chapter includes discussion of Research Design,
Site-Setting, Subject Pool Instrumentation, Procedures for
Data Collection, and Data Analysis. This research began
January 8, 1990 and ended May 1990.
Research Design
The research methodology employed here was descriptive
in nature. Descriptive research involves collecting data
in order to test hypotheses or answer questions concerning
the current status of the subject of the study. Or in other
words, a descriptive study determines and reports things the
way they are (Miller, 1986).
Site/Settinq
The location of this study was the corporate
headquarters of the Fortune 500 companies that were the
subjects of this study. These company headquarters are
located throughout the length and breadth of the United
States of America. As previously noted, the Fortune 500,
so designated by Fortune Magazine, are the largest, most
prominent and wealthiest major corporations in America.
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Subject Pool/Sample
For purposes of this study, a census population was
used. This population has already been identified as all
of the 1989 Fortune 500 Companies listed in the April 24,
1989 issue of Fortune Magazine. All surveys were mailed
directly to the Chief Executive Officer of each firm by
name. By using the entire population, the validity of the
results of this study were greatly enhanced and enabled the
researcher to extrapolate with greater confidence regarding
the Fortune 500 Companies.
Instrumentation
For the purpose of gathering the data for this study,
the researcher developed a questionnaire/checklist called
the Fortune 500 Company Employee Assistance Program
Counseling Survey (Appendices A, B and C) that was
designed to facilitate this information gathering. This
instrument was field-tested at Clark Atlanta University.
The subjects that were used to field-test the instrument
were selected faculty in the behavioral sciences.
Education, and the School of Business. In addition,
graduate students in the Clark Atlanta University
Department of Counseling and Human Development
participated in the try-out as well as some of the
researcher's co-workers in a helping relationship
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setting. Finally, the director and professional
counseling staff of a local prominent EAP responed
to the instrument and made valuable suggestions for
improvement. (See Appendix A)
Section A; Demographic Data
Section A consisted of a ten item, open-ended query
which sought to obtain specific demographic characteristics
of each Fortune 500 company. Demographic items included:
Corporate chief executive officer/president or correct name
and title; corporation/company; firm name; address; city;
state; zip code; telephone number; name and currect title
of EAP Chief Executive or Director; name and title of
person to whom this official reports; total number of
firm/company employees, total annual corporate budgetary
allocation for the program; percent of total annual budget;
total number of professional EAP counselors in the program;
total number of years the EAP program has been in operation;
and, whether the EAP is internal/external or combination.
Section B: Company Specific Information
Section B consisted of ten items designed to gather
information regarding the purpose of this study on a
company-specific basis.
31
Section B consisted of nine closed-ended items and one
open-ended question designed to ascertain company specific
information relative to its EAP. The sole open-ended
option in this section asked the following: If your EAP
is internal, where is it housed? The options were corporate
executive area; corporate personnel area; corporate human
resources area; corporate production area; or "other.” The
remaining nine closed end items are as follows: EAP
services provided by the EAP program; rank order of
frequency of use of each counseling service; the
comparative of the EAP counseling relationship; rank order
of the EAP referral sources; rank order of the most
effective program marketing strategy or techniques;
services that the EAP provides for management; indication
of type of problem solving approach for problem resolution;
whether state licensure was required for employment in the
EAP; and finally, whether national certification was a
prequisite for EAP employment.
Section C: EAP Counselor-Specific Information
Section C consisted of five items designed to
specifically enumerate the incidence of African-American
professional counselor participation in Fortune 500 EAP
programs and to identify EAP counselor characteristics.
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Section C consisted of four close-ended questions and
one open-ended question designed to specifically identify
counselor characteristics. The four close-ended questions
were ethnicity and gender of all EAP counselors, marital
status, salary range, and age range. The open ended
question simply asked each respondent to indicate what
he/she would include in a sample advertisement for an EAP
counselor for his or her firm.
Procedures for Data Collection
The activities which were employed in executing this
study consisted of pre-research, research, and post¬
research phases. Procedures are included for each of
these periods and are detailed below from Table 1.
Research Period
Procedure 2. Using the computer for meshing, individual
letters and the survey were mailed to each
CEO of each Fortune 500 company by the researcher
detailing the purpose of the study and requesting his
participation and a timely response. (See Appendix B)
Procedure 3. The researcher monitored the survey
returns on a daily basis by noting each response.
Procedure 4. Following a two-week interval, the
researcher mailed a follow-up letter to each Fortune 500
company's CEO who had not responded. (See Appendix C)
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Table 1
Procedures, activities, forms and letters utilized
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Procedure 5. The researcher monitored subsequent
returns for approximately three weeks.
Procedure 6. After the three week period, non¬
respondents received a telephone call from the researcher
regarding the survey.
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Procedure 7. The researcher continued the follow-up
telephone calls until the minimally acceptable return of
70% was obtained.
Pre-research Period
Procedure 1. Using the 1989 Dun and Bradstreet's
Reference Book of Corporate Management, the 1989 Million
Dollar Directory, and the April 24, 1989 issue of Fortune
Magazine, the researcher prepared a list of all Fortune 500
companies that included addresses and names of the current
Chief Executive Officers at that time.
Post-research Period
Procedure 8. The study was then terminated.
Data Collection
All data were collected by the researcher.
Data Analysis
These data were analyzed using Frequency Analysis,
Measures of Central Tendency and Measures of Variability.
Sections A, B, and C of the survey (see Appendices A,
B, and C) provided data to respond to the research questions




Chapter four of this study contains the analysis of
the data reported in chapter three. This analysis utilizes
measures of central tendency, frequency analysis and
measures of variability. It should be borne in mind that
these data are interpreted with realization that numbers
vary because of variation in the number of companies
responding to the specific items.
Section A detailed company-specific demographics.
Section B focused on EAP specific information. Finally,
Section C described the characteristics of EAP counselors
with special reference to African-Americans. Results from
each section follow.
Section A; Company-Specific Information
Section A covered six items relevant to the study.
They were the name and title of the person to whom the EAP
chief executive reports, total number of firm/company
employees, per capita cost for EAP, total number of
professional EAP counselors, total number of years EAP has
operated, and the type of EAP whether internal, external or
combination. Results are detailed below in Table 2.
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Of 142 respondents to this item, 54 (or 38%) report to
the Vice President or Manager of Human Resources. Twenty-
two (15.4%) report to the Director of Employee Benefits.
Twenty (14%) report to the Medical Director. Eleven (.7%)
report to the CEO or President. Seven (4%) report to the
Vice President for Administration or the Director of
Employee Relations. Six (4%) report to the Director of
Personnel Services. Five (3%) report to the Vice
President. Four (2%) report directly to the Board of
Directors, Director of Health, and Safety and
Environmental Affairs. Three (2%) report to the Vice
President for Employee Relations; Director of Corporate
Personnel; Manager of Health benefits; Regional Vice
President; Manager of Human Relations Operations;
Multi-service Director of Family Services; Director of
Industrial Relations; Affirmative Action/Equal Employment
Manager; Director of Corporate Counseling; and Director of
Facilities and Administrative Services. The latter group
totals 10.6%.
Table three of Section A is the total number of
firm/company employees. One hundred eighty-one companies
resonded to this item. One hundred and three reported





The EAP Chief Executive or Director reports directly to:
Number
1. Vice President or Manager of Human Resources 54
2. Director of Employee Benefits 22
3. Medical Director 20
4. Company Chief Executive Officer or President 11
5. Vice President for Administration or
Director of Employee Relations 7
6. Director of Personnel Services 6
7. Vice President 5
8. Board of Directors, Director of Health,
Safety and Environmental Affairs 4
9. Vice President for Employee Relations 310.Vice President of Personnel, Resources
and Education; Vice President for
Employee Relations; Director of
Corporate Personnel; Manager of Health
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Table 2 (continued)
The EAP Chief Executive or Director reports directly to:
Number
Benefits; Regional Vice President; Manger;
Human Resources Operation; Vice President
for EASE/INTEGRA; Multi-Service Director;
Family Services; Director of Industrial
Relations; Affirmative Action/Equal
Employment Manager; Director of Corporate
Counseling; Director of Facilities and 2
Administrative Services
Total number of responses 143
No response 215
constituted 56.9% of the total respondents. Second in rank
order were 31 firms that employed between 11 and 20 thousand
employees (4.9%). Six companies (3.3%) reported 31 to 40
thousand employees. Ten companies reported 41 to 50
thousand employees (5.5%). Four companies reported 51 to 60
thousand employees (.02%). Four companies reported 61 to 70
thousand employees (2.2%). One company reported 71 to 80
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Note: There were seven (7) companies with over 100,000
employees (106,000; 125,000; 140,000; 160,000;
180,000; 197,000; 218,000)
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90 thousand employees (.01%). Three companies reported 91
to 100 thousand employees (1.6%). Finally, seven companies
reported in excess of 100 thousand employees (106,000;
125,000; 140,000; 160,000; 180,000; 197,000; and 218,000)
[3.8%]. Companies not responding to this item totaled 177.
Table four contains the per capita cost for each
company EAP. Ninety two companies responded to this survey
item. Of this number, ten companies reported from .01 to
five dollars per capita spent on its EAP 910.8%). Nineteen
companies indicated an expenditure of $5.01 to $10.00 per
capita cost of $10.01 to $15.00 (8.6%). Sixteen companies
reported a range from $15.01 to $20.00 per capita (17.3%).
The per capita expenditures for twelve companies was from
$20.01 to $25.00 (13%). Another twelve companies spent
$25.01 to $30.00 (13%) per capita. Five companies reported
an expenditure of $30.01 to $35.00 (5.4%). Two firms spent
$35.01 to $40.00 per capita on their EAPs (2%). Five
companies spent $40.01 to $45.00 (5.4%) for each employee.
One company spent $45.01 to $50.00 per employee (1%).
Finally, two firms spent $67.25 and $68.18 respectively for
each employee in their EAP (2.1%). The no response figure
for this item was 266.
Analysis of the item on the survey that asked for the
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revealed that only 58 (11.6%) companies responded to this
item. This number is inadequate to reach any reliable and
valid conclusion.
Table five depicts the number of years the EAP programs
have been in operation. One hundred fifty-nine firms
responded to this item. Forty-four firms reported that
their EAP had been in operation from four to six years
(27.6%). Thirty-eight companies indicated that their EAPs
had been in existence from seven to nine years (23.8%).
Eighteen firms reported from ten to twelve years as the
length of their EAP operation (11.3%). Thirty-two companies
indicated that their EAPs had been in operation from 13 to
15 years (20.1%). Fourteen companies said that their EAPs
had been in operation for 16 to 18 years (8.8%). Six
companies (3.7%) reported that their EAPs were in operation
from 19 to 21 years. Five companies were in operation from
22 to 24 years (3.1%). One company operated its EAP program
in the range of 31 to 33 years (1%). One company's EAP
existed for more than 46 years (1%). The non-reponse here
was 199.
The last item on Section A is an indication of the type
of EAP found in each company. Of the 186 companies
responding to this item, twenty-nine (or 15.6%) indicated an
internal EAP. One hundred and nine (or 58.6%) indicatd an
45
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external EAP. Forty-eight (or 25.8%) reported a combination
EAP. The non-response to this item was 172.
Section B: EAP Specific Information
Section B covered ten items relevant to the study.
They were the location of the EAP if it was internal ("in
house"); the services covered by the Company EAP; the
frequency of use of each EAP counseling service; the extent
to which the EAP provided intal<e and referral only; short or
long term counseling or a combination thereof; the ran)?
order of EAP referral sources; the rani? order of what the
respondents considered as their most effective method of
marl?eting their EAP; the services that the EAP provided for
management; the types of problem-solving service delivery
modes used by the EAP; whether state licensure was a
requirement for employment of the EAP professional
counselors; and, finally, an indication of the national
certification required for EAP employment, if any. Results
are detailed below in Tables 6, 7, 8, 9, 10, and 11.
The EAP services provided by the firms represented in
this study included stress counseling; family conflict
resolution counseling; marriage and divorce counseling;
interpersonal difficulty counseling; financial planning/
problem counseling; retirement counseling; career
counseling; out placement counseling; depression counseling;
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legal issues counseling; wellness counseling; individual
counseling; educational counseling; and crisis intervention.
Table six shows the EAP services provided in rank order
of frequency as follows; (1) drug dependency counseling;
Table 6





1. Drug dependency counseling 161
2. Alcoholism counseling 158
3. Interpersonal difficulty counseling 148
4. Stress counseling 147
5. Family conflict resolution counseling 146
6. Marriage and divorce counseling 140
7. Depression counseling; crisis
intervention counseling 138







10. Legal issues counseling 94
11. Wellness counseling 91
12. Retirement counseling 70
13. Career counseling 64
14. Educational counseling 51
15. Outplacement counseling 47
16. Other 27
Total number of responses 161
No response 197
(2) alcoholism counseling; (3) interpersonal difficulty
counseling; (4) stress counseling; (5) family conflict
resolution counseling; (6) marriage and divorce counseling;
(7) depression and crisis intervention counseling;
(8) individual counseling; (9) financial planning/problem
counseling; (10) legal issues counseling; (11) wellness
counseling; (12) retirement counseling; (13) career
counseling; and (14) educational counseling. Out placement
counseling ranJ^ed fifteenth and "other” ranked sixteenth.
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The number of programs providing the above referenced
rank ordered EAP services is as follows: all 161 programs
provided drug dependency counseling. One hundred fifty
eight (98.1%) provided alcoholism counseling. One hundred
forty-eight (91.9%) provided interpersonal difficulty
counseling. One hundred forty-seven (91.3%) provided stress
counseling. One hundred forty-six (90.6%) provided family
conflict resolution counseling. One hundred forty (86.9%)
provided marriage and divorce counseling. One hundred
thirty-eight (85.7%) provided depression and crisis
intervention counseling. One hundred twenty-five (77.6%)
provided individual counseling. One hundred nineteen
(73.9%) provided counseling regarding financial planning and
problems. Ninety-four EAPs (58.3%) provided legal issues
counseling. Ninety-one (56.5%) EAPs provided wellness
counseling. Seventy (43.4%) provided retirement counseling.
Sixty-four (39.7%) provided career counseling. Forty-seven
(29.1%) provided out placement counseling and twenty-seven
EAPs (16.7%) provided "other" services. There were 197
(27.9%) non-respondents here.
Table seven illustrates the actual use of EAP services
available by the company employees of companies responding.
Thirty-one (27.9%) reported that their top priority service
utilization was family conflict. Twenty-three firms (20.7%)
50
Table 7








5. Marriage & divorce counseling









Total number of responses
Number of companies













ranked alcoholism counseling as their top utilization.
Fifteen firms (13.5%) ranked stress management as their
number one service utilization. Twelve (10.8%) of the
companies reported that their number one service utilization
was individual counseling. Ten companies (9%) cited
marriage and divorce counseling as their number one
utilization area. Nine companies (1%) indicated that their
number one service utilization area was drug dependency
counseling. Four firms (3.6%) placed retirement counseling
in first place. Three companies (2.7%) reported
interpersonal difficulty counseling as their premier service
utilization. One firm each reported the four (3.6%)
following counseling areas as their number one utilization:
financial planning/problem counseling; depression
counseling; legal issues counseling; and crisis Intervention
counseling; non-respondents totaled 247.
Table eight indicates the extent to which the EAP
provided intake and referral only, short or long term
counseling or a combination thereof. A total of 161
companies responded to this item. One hundred companies
indicated that they did intake and referral only (62.1%).
One hundred companies (62.1%) indicated that they provided
short-term counseling. Thirteen firms (8%) provided long¬
term counseling and twenty-six firms (16.1%) provided a
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Type of Service responding with "yes




Total number of responses 161
No response 197
combination of these services. There were 197 non¬
respondents (88.5%).
Table nine shows the rank order of the source of EAP
referrals. One hundred fifty-seven firms responded to this
item. One hundred thirty-nine firms rated "self" as the
number one source of referrals *88.5%). Eight companies
(5%) reported supervisors as their number one referral
source. Six companies (1%) reported physicians as their
number one referral source. Families, nurses, fitness
programs, and telephone help lines were ranked as number one
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Total number of responses 157
No response 201
referral source by four companies (1%). None reported
unions, co-workers and judicial as primary referral sources.
There were 201 non-respondents in this instance.
Table ten shows the rank order of what the respondents
considered as their most effective method of marketing the
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Marketing Method ranking method #1
Pamphlets 69








Total number of responses 202
No response 156
EAP. Two hundred companies responded to this item.
Sixty-nine companies (34.5%) listed pamphlets as their most
effective marketing method. Fifty-seven reported "word-of-
mouth" as the number one marketing method (28.5%). Twenty
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firms listed workshops as their most effective method of
marketing their EAP (10%). Sixteen companies reported
Management as their most effective marketing tool (8%).
Twelve firms reported that flyers were their most effective
marketing technique (6%). Ten companies reported that
newsletters proved to be their most effective marketing
instrument (5%). Two companies indicated unions as their
number one marketing vehicle (1%). One company cited
classified ads as its most effective way of marketing its
EAP (1%). Fifteen different firms (7%) listed the following
as their most effective marketing tools and techniques:
policy manual; human resources planning session; bulletin
boards; video shown of meetings; wallet card; crisis help
line; corporate policy; posters; letter to employee's home;
orientation program; employee handbook; training sessions;
supervisor's training; presentation to employee group; and
employee communications. There were 158 non-respondents in
this case.
Table eleven shows the services that the EAP provided
for management. One hundred seventy companies responded to
this item. One hundred fifty-one companies said that they
provided assessment as a service to management. One hundred
forty-nine companies indicated that they provided training
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Dissemination of Information 147
Consultation 139
Reports of Service and
Preventable problems 138
Health program presentation 119
Total number of responses 170
No response 188
as a service to management (87.6%). One hundred forty-seven
respondents reported that they provided dissemination of
information as a service to management (86.4%).
Consultation services were provided by one hundred thirty-
nine firms which constitutes 81.7%. One hundred
thirty-eight companies provided reports of service and
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preventable problems (81.1%). Finally, one hundred nineteen
firms (70%) provided health program presentations as a
service to management. Non-respondents totaled one hundred
eighty-seven.
Two items in Section B of the survey failed to yield
enough response for table presentation, thus precluding any
valid research conclusions. Consequently, a narrative
summary follows. In response to the question of the
location of the EAP, only 65 (13%) companies responded.
When asked which problem solving approach was used in the
EAP, only 22 companies (.04%) responded. One hundred
twenty-nine firms responded to the question of whether state
licensure was a requirement for employment in their EAPs.
Of this number, seventy-three (56%) replied affirmatively.
The remaining 44% responded negatively. Finally, relative
to national certification as a requirement for employment in
the company EAP, 85 firms (65%) replied negatively and
thirty-five percent responded affirmatively.
Section C; EAP Counselor Specific Information
The data in Section C represents the primary focus of
this study, i.e., the demographics of employee assistance
program professional counselors in Fortune 500 companies
with special reference to African-Americans. Consequently,
it should be noted that the data is reported in terms of the
58
actual number of counselors cited by the companies that
chose to respond to each specific item in this section.
This accounts for the variation in number of respondents to
each item.
Section C covers five items. They are as follows:
ethnicity and gender of all professional EAP counselors,
marital status, salary ranges, and age ranges. Item five
uniquely is an open ended question that was designed to
obtain the respondent's summary perception of the
qualifications that a successful applicant for an EAP
professional counselor position in each company would be
expected to possess. In other words, in the eyes of the
chief EAP executive, these qualifications would be
considered ideal.
Table twelve depicts the ethnicity and gender of all
professional EAP counselors as reported by the respondents.
A total of 472 counselors were reported by the 88 companies
that responded to this item. Of this number, two hundred
and twelve (44.9%) were Caucasian males. One hundred
eighty-eight (39.8%) were Caucasian females. Thirty (6.4%)
were African-American males. Fifteen (3.2%) were African-
American females. Six (1.3%) were Hispanic males. Seven
(1.5%) were Asian males and three (.6%) were females. Three
(.6%) were Native USA males and two (.4%) were females.
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Caucasian male 212 44.9
Caucasian female 188 39.8
African American male 30 6.4
African American Female 15 3.2
Hispanic male 6 1.3
Hispanic female 6 1.3
Aslan male 7 1.5
Asian female 3 .6
Native USA male 3 .6
Native USA female 2 .4
Total number of counselors 472 100%
Total number of respnses 76
No response 282
The total number of companies responding to this item was
76. Non-respondents totaled 282.
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Table thirteen addresses the marital status of 249 EAP
counselors reported. One hundred eighty-one (72.7%) were
married. Fifty-three (21.3%) were single. Two (.08%) were
separated. Eight (3.2%) were divorced, and five (2.0%) were
widowed. Total number of companies responding to this item
was 75. Non-respondents totaled 283.
Table 13









Total number of counselors
reported 249 100%
Total number of responses 75
No response 283
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Table fourteen indicates average salary range of 227
EAP counselors as reported. Twenty-five (11.0%) EAP
counselors earned between $20,000 and $29,000. Ninety-seven
(42.7%) earned between $30,000 and $39,000. Forty-nine
(21.6%) earned between $40,000 and $49,000. Twenty-seven
(11.9%) earned between $50,000 and $59,000. Finally,
Twenty-nine (12.8%) earned $60,000 or above. A total of 75
companies responded to this item in Section C. Non¬
respondents to this item totaled 283.
Table 14




$20,000 - $29,000 25 11.0
30,000 - 39,000 97 42.7
40,000 - 49,000 49 21.6
50,000 - 59,000 27 11.9
60,000 or above 2 12.8
Total number of counselors 227 100%
Total number of responses 75
No response 283
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Table fifteen shows the age range of the 225 counselors
reported by their companies. Seven (3.1%) of the EAP
counselors were 59 or above. Twenty-five (11.1%) were
between the ages of 51-58 years. Ninety-two (40.9%) were
between the ages of 41-50 years. Eighty-nine (39.6%) were
between the ages of 31-40 years. Twelve (5.3%) were between
the ages of 31-40 years. Twelve (5.3%) were between the
Table 15




59 or above 7 3.1
51 - 58 25 11.1
41 - 50 92 40.9
31 - 40 89 39.6
21 - 30 12 5.3
Below 20 00
Total number of counselors 225 100.0
Total number of responses 75
No response 283
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ages of 21 and 30 years of age. Total number of companies
responding to this item was 75. Non-respondents totaled
283.
Summary
The typical survey respondent indicatd that the person
to whom the EAP Chief Executive or Director reports is the
company Vice President or Manager of Human Resources.
The typical number of company employees in this survey
was reported to be in the range between one and ten
thousand.
The typical per capita EAP expenditure by the companies
that responded to this sruvey was $5.01 to $10.00.
The typical number of years the EAP had been in
operation in these companies was the range of four to six
years.
The typical type of EAP of the companies responding to
this survey was external to the company.
The total number of professional EAP counselors in the
companies that responded to this survey was 472.
Section B looked at specific information concerning the
company EAPs.
The typical survey respondent indicated that drug
dependency counseling was the number one ranked service
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provided by the company EAP followed closely by alcoholism
counseling and interpersonal difficulty counseling.
The number one EAP service actually used by the company
employees was typically family conflict resolution
counseling followed closely by alcoholism counseling.
When asked to indicate the services provided by the
company EAP, the typical response was "Intake and Referral
Only" and "Short-Term Counseling."
The typical source of referral to the company EAP was
self. In terms of the most effective means of publicizing
the EAP, the typical response was pamphlets followed closely
by word-of-mouth.
The typical service provided for company management by
the EAP was assessment followed closely by training.
Slightly more than half of the respondents Indicated
that state licensure was a condition for employment in the
typical company. On the other hand, the typical respondent
indicated that national certification was not a requirement
for employment in the company.
Two items concerning location of the company EAP and
the counseling problem-solving approach yielded such a low
response as to preclude any valid research conclusions.
Section C addressed the issue of EAP counselor specific
information in the companies included in this study.
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For Section C, the typical EAP professional as reported
by his/her company was Caucasian male followed by Caucasian
female. The typical counselor in this section was married
and earned between $30,000 and $39,000 per year. The
typical counselor in this section was between the ages of
41-50 years. The top five qualities that EAP chief
executive officers looked for in hiring professional EAP
counselors Included: (1) three years of clinical or direct
chemical dependency counseling; (2) a master's degree in
counseling or psychology; (3) professional credentials or
licensure; (4) five years of experience in alcohol and drug
counseling; and (5) a master's of Social Work.
Chapter V
Summary, Conclusions and Recommendations
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The original purpose of this study was to gather
demographic data relative to Employee Assistance
Programs (EAPs) in Fortune 500 companies as listed in
the April 24, 1989 issue of Fortune Magazine, with
special reference to African-Americans.
The secondary purpose of this research was to
determine the ecological demographics of the Fortune
500 EAP workplace and workforce.
Summary
Chapter one of this study operationally defined
the Employee Assistance Program as counseling (helping)
services provided by employees as a part of the
company's overall employee benefits package. Most such
programs cover the employee as well as his/her
immediate family. It was noted that EAPs are designed
to alleviate those problems which hinder the employee's
effective functioning in the workplace.
Employee Assistance Programs began with the
efforts of business and industry to combat the
significant costs of alcoholism and absenteeism that
negatively impacted company profitability. Today, EAPs
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cover a wide range of "broad brush" counseling services
that include, but are not limited to, substance abuse,
chemical dependency, interpersonal relations, stress
management, marriage and family, depression, financial
planning/problems, legal issues, career, educational,
out placement, and retirement.
Chapter two of this study focused upon the
professional literature related to the above referenced
purposes. ERIC/ CAPS and other literature searches
yielded virtually nothing directly relevant to the
incidence of African-American professional counselors
in the EAP workforce of Fortune 500 companies. The
findings of this study add to the meager baseline data
regarding this topic.
Chapter three of this study dealt with the
research methodology employed to gather the necessary
data. It was noted that this is indeed basic survey
research (Miller, 1986; Wiersma, 1985; Borgard & Gall,
1983) that is critically needed to fill the void in the
professional literature on this topic. This study is
also descriptive because it involved collecting data to
answer questions concerning the current status of the
subject under consideration here. Therefore, according
to Miller (1986), this study is basic when viewed for
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purpose and descriptive in methodoloqy. Basically, a
survey questionnaire was developed to obtain the above
referenced data. This survey questionnaire was mailed
directly to the Chief Executive Officer or President by
name, of each Fortune 500 company. Follow-up letters
and telephone calls to the CEOs by name, a 71.6% return
was achieved.
Chapter four of this study contains the result of
the analysis of data input from the survey. Measures
of central tendency, frequency analysis and variability
were utilized in the statistical treatment of the data.
The survey instrument was divided into three sections.
Section A detailed company-specific demographics.
The typical survey respondent indicated that the person
to whom the EAP Chief Executive Officer or Director
reports is the company Vice President of Manager of
Human Resources. It was found that the typical number
of company employees in the survey was reported to be
in the range between one and ten thousand, the typical
per capita EAP expenditure by the companies that
responded to this item was from $5.01 to $10.00. The
typical number of years the EAP had been in operation
in these companies ranged from four to six years. The
typical type of EAP of the companies responding to the
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survey was external to the company. Finally, the total
number of professional EAP counselors in the companies
that responded to this survey was 472.
Section B looked at specific information
concerning the company EAPs. The typical survey
respondent indicated that drug dependency counseling
was the numbevr one ranked service provided by the
company EAP, followed closely by alcoholism counseling
and interpersonal difficulty counseling. The number
one EAP service actually used by the company employees
was typically family conflict resolution counseling
followed by alcoholism counseling. The services
provided by the company EAP, according to the typical
respondent was intake and referral only and short-term
counseling. The typical source of referral to the
company EAP was reported to be self-referrals. In
terms of the most effective means of publicizing the
EAP, the typical response was pamphlets followed by
"word-of-mouth." The typical service provided for
management by the EAP was assessment of employee
potential and training. Slightly more than half of the
respondents indicated that state licensure was a
condition for employment in the typical company, while
the typical respondent indicated that national
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certification was not a requirement for employment in
the Company EAP. Two items concerning location of the
company EAP and the counseling problem-solving approach
yielded such a low response as to preclude any valid
research conclusions.
Section C addressed the issue of
counselor-specific information. The typical EAP
professional reported by his/her company was Caucasian
male followed by Caucasian female. The typical
counselor was found to be married and earned between
$30,000 and $39,000 per year. The typical counselor
was between the ages of 41 and 50 years of age.
Qualities that EAP Chief Executive Officers looked for
in hiring a professional EAP counselor included: (1)
three years of experience in clinical or direct
chemical dependency counseling; (2) a Master's degree
in counseling or psychology; (3) professional
credentials or licensure; (4) five years of experience
in alcohol and drug counseling; and (5) a Master's of
Social Work.
Discussion
Several interesting observations emanate from a
global view of this study. Hacker (1986) reported that
90% of the Fortune 500 companies had EAPs. This study
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found that 37.6% of the 186 Fortune 500 companies
surveyed had EAPs. The EAP Clearinghouse estimated the
current percentage to be approximately 60%.
The literature indicates that most EAP referrals
come from company supervisors. The findings of this
study indicate that self-referrals (N=139) far exceeded
supervisor referrals (N=8).
Womble (Stenret-Brewer, 1987) stated that
corporate Affirmative Action Officers should take
leadership roles in EAPs. However, the findings of
this study indicated that only one company placed the
Affirmative Action Officer in such a role.
An interesting point was made relative to the fact
that EAPs, by definition, assume that the employee is
the source of the problem. It may be that there is a
problem in the organization or workplace and the
employee's behavior is an understandable reaction to an
unhealthy situation. Consequently, more EAPs are doing
organization interventions (Hacker, 1989).
A major focus of this study was the incidence of
African-American professional counselors in the ranks
of the Fortune 500 company EAP workforce. It was found
that African-American professional counselors
constituted approximately ten percent of the EAP
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counseling staff. Also, African-Americans constitute
approximately ten percent of the entire American
workforce. Additionally, African-Americans constitute
approximately ten percent of the American population.
The literature indicates a relatively active role
played by unions in EAPs. This study found only two
companies of the 186 surveyed where union involvement
was reported.
Finally, it was significant to note that
"word-of-mouth" was the second most effective means of
marketing EAPs in this study. The literature indicates
that, because of confidentiality, employees were
reluctant to discuss their utilization of EAP services
with fellow employees.
Implications for counselors
There are several implications for counseling
resulting from this study. First, indeed, a career in
EAP counseling is an option for counselors that is
characterized by significant growth. Secondly, it was
also noted that the salaries of EAP counselors
generally exceed those in other counseling specialties.
Thirdly, owing to the future outlook for careers
as EAP counselors, counselor educators can move swiftly
to prepare and offer adequate training programs. The
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trend is clearly shifting away from choosing EAP
counselors purely on the basis of their recovery from
some previous addiction. There are several
universities throughout the country that offer
professional graduate degrees in employee assistance
program counseling.
Fourthly, the results of this study can add to the
body of basic career information in EAP for use by
counselors at all levels as they serve their respective
clientele in this regard.
Finally, it has already been noted earlier in this
paper that by the year 2,000, many more ethnic
minorities will be in the American workforce.
Consequently it is imperative for counselor educators
to take the initiative to insure that multicultural and
culture-specific counselors are in the EAP workforce in
adequate number to meet the need.
Conclusions
It is evident from the findings of this study that
African-American EAP professional counselors are found
in the Fortune 500 EAP workforce in approximately the
same proportion (about ten percent) as they are; (1)
in the total United States population; and (2) in the
total United States workforce. This is a very
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interesting coincidence that represents another
question for additional research. It is also
interesting to note that of the 45 African-Americans in
the EAP workforce, men outnumber females two to one.
This is another potential research question.
One item on the survey asked for the number of
professional EAP counselors at each company.
Unfortunately, only 58 (11.6%) companies responded to
this item. This number is inadequate to reach any
reliable and valid conclusion. The fact that most
responding companies had external EAPs might have
contributed to this shortfall.
A second survey item asked for the location of the
EAP if it was internal. Only 65 (13%) companies
responded to this item. This suggests another possible
research effort.
A third survey item dealt with the problem-solving
counseling approach to resolving EAP problems in these
Fortune 500 companies. Again, an extremely low
response of only 22 (.04) to this item precludes any
valid research conclusion. It was interesting to note
that the majority of responses (four or 18%) here
indicated the use of eclectic approaches in short-term
therapy.
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The next item on the survey asked whether national
certification was required as a condition for
employment in the company EAP. There were only 129
responses. Sixty-five percent (85) replied negatively.
This is interesting when compared with other counseling
specialaties outside EAP that almost always require
certification. Thirty-four respondents (35%) replied
affirmatively.
Finally, the question as to the requirement for
state licensure to work in an EAP received 129
responses, the same as the certification number. Of
this number, 73 (56%) said "yes" and 56 (44%) said
"no." The same comment about other non-EAP specialties
is equally applicable here.
Limitations
Perhaps the most significant limitation of this
study as constituted was the large number of
non-respondents (N=142 or 28.4%). This occurred
despite persistent efforts on the part of the
researcher to obtain better than the 71.6% response
received. It is interesting to note in this regard
that a number of Fortune 500 companies have policies
that prohibit their responding to or participating in
any type of research about them.
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Another limitation that impacted the research
outcome here is the fact that, of the 186 companies
responding to a question about their type of EAP, 109
(58.6%) indicated theirs was external to the company.
Consequently, the company seemed to have little
knowledge of the external EAP demographics with special
reference to such items as ethnicity and gender.
Finally, the validity of the resulting data is a
function of the accuracy and sincerity of the survey
respondents. Additionally, it should be remembered
that some of the respondents failed to address all of
the survey items.
Recommendations
Perhaps the most interesting revelation to come
out of this study in terms of its original primary
focus is that the majority of Fortune 500 companies'
EAPs are external. This means that contract caregivers
provide the EAP counseling services. Consequently, it
is difficult, if not impossible, to really access the
source of the data that this study addresses. It is
strongly recommended that a study be initiated
immediately to access the external Fortune 500 EAPs in
order to obtain the data sought by this survey. A
second major recommendation is that this type of study
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be expanded to include other than Fortune 500
companies.
Finally, a third major recommendation has to do
with the integration of various local, state and
national EAP organizations. Perhaps this could be
accomplished initially through the EAP Information
Clearinghouse. This would greatly enhance research
efforts such as the present study in accessing badly
needed yet highly elusive information about EAPs.
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APPENDIX A - DEMOGRAPHIC DATA
SECTION A1.Corporate Chief Executive Officer/President or Correct




Telephone ( ) -
4. Name and correct title of EAP Chief Executive or
Director:
Telephone ( ) -
5. Administratively, name and title of person to whom you
report:
6. Total number of firm/company employees:
7. Total annual corporate budgetary allocation for your
EAP program: $ ? Percent of total annual
budget %
8. Total number of professional EAP counselors (those
holding the Master's degree or above) in your program:
9 Total number of years your EAP program has been in
operation:
10. Is your EAP: (a) internal (b) external




APPENDIX B - COMPANY-SPECIFIC INFORMATION
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SECTION B1.If your EAP is internal, where is i't housed? (Please
check one): (a) Corporate executive area ;(b)Corporate personnel area ; (c) Corporate human
resources area ; (d) Corporate production
area ; (e) Other (please specify)2.Please check all EAP services provided by your program.
(a) Stress counseling
(b) Alcoholism counseling
(c) Drug dependency counseling
(d) Family conflict resolution counseling
(e) Marriage and divorce counseling
(f) Interpersonal difficulty counseling
(g) Financial planning/problem counseling
(h) Retirement counseling
(i) Career counseling
(j) Out placement counseling
(k) Depression counseling





(q) Other (please specify)
3. From the list in "2" above, please place in parenthesis
an arabic number to the right of each counseling
service to indicate the rank order in terms of the
frequency of the use of each counseling service.
4. Please indicate whether your EAP provides any or all of
the following services by placing a check
appropriately.
(a) Intake and referral only ; (b) Short-term
counseling ; (c) Long-term counseling ;
(d) Combination ; (e) Other (please explain
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SECTION B
5. Using an arable number, parenthetically, please
indicate in rank order the sources of referrals to your
EAP program: (a) self ; (b) supervisors ;(c)co-workers ; (d) unions ; (e) Family
; (f) Judicial System ; (g) other
(please specify)
6. In rank order, parenthetically, please use an arable
number to indicate your most effective method of
marketing your EAP to employees.(a)pamphlets ; (b) flyers ; (c) classified
ads ; (d) word-of-mouth ; (e) management
; (f) unions ; (g) workshops ; (h) newsletters
; (i) other (please specify)
7. Please check each service that your EAP provides for
your employer/management.
(a) Consultation on the development of EAP policy and
procedures
(b) Training for managers, supervisors, and union
leaders
(c) Dissemination of information to all employees
(d) Assessment, referral and short-term counseling for
employees and their families
(e) Recommendations to management for improving
productivity and preventing employee problems
(f) Reports summarizing service use and highlighting
the prevalence of preventable problems
(g) Presentation of educational, mental and physical
wellness health programs available to employees at
no extra cost
8. In EAP counseling, which problem-solving approaches do
you use in your program? (please check)
(a) Egan's three stage approach
(b) Ivey's Decision-making model
(c) Lewis and Lewis' proactive counseling approach
(d) Kamfer's self-management
(e) Other (please specify)
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SECTION B
9. Is state licensure a requirement for your EAP
professional counselors? Yes No
10. Is national certification a requirement for your EAP
professional counselors? Yes No









APPENDIX C - COUNSELOR-SPECIFIC INFORMATION
SECTION C
1. Ethnicity and gender of all professional EAP counselors
numerically. (Please include yourself).
a. Caucasian male g. Asian male
b. Caucasian female h. Asian female
c. African-American male i. Native USA male
d. African-American j* Native USA
female female
e. Hispanic male k. Other(s) Please
f. Hispanic female Specify
Marital Status Numerically (please include yourself).
a. Married c. Separated
b. Sinale d. Divorced
e. Widowed
Average Salary Range (please include yourself) .
a. 860,000 or more d. $30,000 - 39K
b. $50,000 - 59K e. $20,000 - 29K
c. $40,000 - 49K
Average Age Range
including yourself).
(please check as appropriate
59 or above 41 - 30
58 - 50 31 - 20
51 - 40 below 20
5. Suppose you had a position open for a professional EAP
counselor on your staff and decided to place a
classified advertisement in a professional journal.
Please use the space provided below to indicate what
your ad would say.
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APPENDIX D - INITIAL COVER LETTER TO THE
FORTUNE 500 CHIEF EXECUTIVE OFFICER (CEO)
January 29, 1990
Mr. J. F. McDonald, CEO
Gould, Inc.
10 Gould Center
Rolling Meadows, IL 60008
Dear Mr. McDonald;
I am a Ph.D. student in the Department of Counseling and
Human Development at Clark Atlanta University with a major
and specialization in Employee Assistance Program Counseling
(EAP) .
I am writing my doctoral dissertation on the subject of
minority professional counselor participation in Fortune 500
company Employee Assistance Programs with special reference
to African Americans. Consequently, my research design
requires that I survey all such companies in this regard. I
would deeply appreciate your kind assistance in this
endeavor as follows.
Please ask your Chief Executive Officer/Manager/Director of
your EAP program to respond to the enclosed questionnaire as
expeditiously as possible. My study will adhere to the
strictest of professional standards of confidentiality. NO
PERSON OR COMPANY WILL BE IDENTIFIED. To this end, I
request that you please have your response sent directly to
the chairman of my doctoral dissertation committee and my
advisor. Dr. Rudolph V. Green, NCC, LPC, Chairman,
Department of Counseling and Human Development, Clark
Atlanta University, P. 0. Box 183, Atlanta, Georgia 30314.
Also, I would deeply appreciate receiving brochures,
pamphlets or reports describing your EAP program with your
completed survey questionnaire.
Many thanks for your kind consideration of my requests.
Best wishes for a most profitable 1990!
Sincerely,
Rosa L. McDaniel, B.S., M.A.
cc: Dr. Green
Enclosure; EAP Survey Questionnaire
APPENDIX E - FOLLOW-UP LETTER TO
THE CEO
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Post Office Box 183
Atlanta, Georgia 30314









regarding an extremely urgent matter. I am a
at Clark Atlanta University with a major and
in Employee Assistance Program Counseling
I am writing my doctoral dissertation on the subject of
minority professional counselor participation in Fortune 500
company Employee Assistance Programs, with special reference
to African Americans. Consequently, my research design
requires that I survey all Fortune 500 companies in this
regard.
Several weeks ago I mailed you a copy of the enclosed
survey/questionnaire to gather firsthand and directly the
data needed for my research. To date I have not received
the completed questionnaire from your firm. I desperately
need your company's response immediately in order to
complete my study in time for May, 1990 graduation. Further
delay represents almost total economic devastation for me
personally. Consequently, I appeal to you to please respond
to this plea expeditiously by asking your Chief Corporate
Employee Assistance Program Administrator to assist me in
this endeavor. If you do not have an EAP program, I need to
know that, too.
Please have your corporate response sent to me at the above
address. Please contact me at (404) 880-8518 or (404) 894-
3972 if necessary. Many thanks for your kind cooperation.
Sincerely,
Rosa L. McDaniel, M.A.
Ph.D. Student
cc: Dr. Rudolph V. Green, Ed.D., NCC, LPC
Chairman, Department of Counseling and
Human Development
Enclosure: EAP Survey/Questionnaire
